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The Role of the Change Agent
In any organization, regardless of size, there must be a change agent. A change agent refers to any individual with the capability to manage, trigger and facilitate the change effort. A change agent can be from within the organization or from outside the organization. The efficiency of any organizational change relies mostly on the compatibility and quality of relationship between the decision makers of the organization and the change agent. This essay discusses the concept of change agent, change agent roles, change agent types, and the traits and characteristics of effective change agents.
The tag change agent is usually accompanied by stereotyping, cynicism and misunderstanding. Human Resource professionals, managers as well as the employees have frequently questioned the significance of a change agent role in the organization (Stephen, 2014). However, as different associations experience unrelenting changes in their working ecosystem, the need for personnel with the ability of whirling strategy into reality has created a demand for the change agent’s role. The change agent role is usually located within the HR function. A change agent in any institution has three key roles.
First, a change agent fulfils the consulting in an organization. As a consultant in a firm, the agent keeps the employees in touch with the external data of the organization by helping the workers to produce data from within the institution. The idea is to aid workers to find solutions to challenges through the examination of valid data.
Secondly, a change agents acts as a trainer. Besides acting as a firm’s consultant, a change agent may also be a trainer. The agent educates the employees on how to utilize the firm’s data to produce the desired change. He or she accomplishes diverse tasks by assisting the workers to develop. The agent derives inference for actions from the current data and also provides the employees with new skills to retrieve explain and utilize new data to curb future problems.
Thirdly, an agent becomes the organization’s research. As a researcher, the agent may coach the organization workers the proficiency required for valid evaluation of organizational changes that have been implemented.
While little research has been directed to explore the type of change agent that is highly effective in different situations, some researchers have identified various types of change agents based on their characteristics as well as the process of adopting change (Eikenberry, 2011). They include the subsequent types.
Outside pressure; these agents work to effect changes from the outside. Since they are not workers of the institutions they employ mechanisms such as demonstrations to facilitate their objectives. (Thota, 2012). Usually, these type of agents offer ideas that are more radical than the society can accept.
Analysis Agents; the agent here is focused with changing the organizational structure in order to improve production and efficiency. This type of agent employs system analysis, operation research, policy studies, and other kinds of analytical approaches to effect changes in organizational and technology and thus boosting the output and increasing efficiency. For instance, the projected change might include introduction of computerized information systems (Eikenberry, 2011). The change agents in this type are the organizational managers.
Organization-Development; in this case, the change is focused on organization internal processes. The central focus is decision making in the organization and employees relationships. The change by this type of change agent is referred to cultural change approach since they thoroughly scrutinize the culture of the projected organization. This tactic is apparent in the fields that want overhaul the culture of organization such as special training.
People Revolution technology; the central focus in this kind of approach is the individuals. The change agent is more concerned with the workforce of the organization. The agent is concerned with employees’ motivation and morale as well as the quality of work, and absenteeism. The assumption in this type of change is that if workers enhance the quality and the level of work rate, then the organization’s production and efficiency will improve.
Through extensive research, researchers identified factors that characterize effective change agents. The factors are explained below and exemplify how change agents effectively manage change as opposed to the characteristics they possess. In many cases, the manager of an institution is the change agent (Thota, 2012). Conversely, the change agent can be a hired expert, trouble shooter or an internal change specialist with a main purpose of implementing a projected change. The following are the traits of successful change a gentry.
Hemophily; How the change agent interrelates with the workers determines whether the set objectives will be productive. The understanding between the two parties result to acceptance of the changes proposed by the agent and therefore, a high chance of success is guaranteed (Thota, 2012). On the contrary, if the agent does not relate well with the organizational members, then it is hard for changes to be effective.
Empathy; this denotes the ability to understand the feelings of another individual. The net effect of this trait, is that it leads to improved communication between the employees and the agent and hence a successful change effect. On the other hand, if the is no communication and understanding between the two parties then the set changes will not be achieved.
Linkage; this denotes the extent at which the change agents are connected together when performing collaborative activities. The stronger the linkage, the more it is possible to achieve the goals and the weaker the linkage the less successful it proves to be.
Proximity; this refers to the physical distant a change agent keeps to the members of the staff. The greater the proximity the agent is with the staff, the easier it is to accomplish the results (Stephen, 2014). In addition, proximity facilitates the growth of empathy between the workers and the agent. However, when the agent is far from workers then it might be hard to achieve exactly what the agent proposes.
Structuring; this refers to the ability of the employees and the agent to strategically plan and organize their plans regarding the changing effort (Eikenberry, 2011). A clearly structured change plan is more likely to be understood and implemented by employee as opposed to a complex change plan which is hard to comprehend.
Capacity; The is a vital aspect of the organization that is being subjected to change. It refers the ability of the institution to provide resources to fund the changes. Institutions with enough funds will accommodate the proposed changes.
The approach of an organization change by a change agent can lead to it success or its detriment. If an agent works closely with the organization employees by equipping them with skills on how to analyze the firm’s data to tackle the prevailing as well as the future problems, then the change initiative will be a success. On the contrary, if the relationship of the agent and the employee is not working then his goals will fail.
In an effort to effect changes in an organization, one of the most baffling challenges which a cause agent faces is the employee resistant to changes. Resistance can lead to reduction in output, chronic quarrels, and massive demonstrations by workers (Harriet, 2016). A solution to curb resistance to change is involving all the stake holders in making the change. Also, understanding the true nature of resistance is critical to solving challenges to organizational change.
Another challenge facing the cause agent is the organization culture. Many businesses have adopted the culture of employing workers who are family related. Some of family workers lack the required skills accomplish the anticipated change. The only solution to this challenge is restructuring the organization and employing competent workers if the ultimate goal is to be achieved.
It is apparent that any organizational change whether huge or small requires a competent change agent. A change agent usually initiates a change and maintains it. A change agent can be from within the organization or from the outside of the organization. The success of any change effort is highly dependable on the quality as well as the relationship between the change agent and the member of the organization.
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